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Abstract
The article presents the results of theoretical and empirical research on the role of personal competencies of university staff in the 
implementation of programs to improve the competitiveness on the example of succession pool for management positions, as 
well as their identification. A set of personal competences based on the analysis of certain corporate documents is shown, the
minimum set of competences for the development and testing of their identification is highlighted (values of development, 
responsibility and openness in decision making, creativity, situational leadership). The procedure for their identification which is 
a set of organizational and psycho-diagnostic methods is proposed. The results of comparative analysis of the personal 
competences characteristics of succession pool for management positions and a similar sample of university staff are presented as 
well as the correlation with expert assessment of the effectiveness of the follow-up process is carried out. The key role of 
innovative and entrepreneurial values as regulators for increasing competitiveness and the ratio of conscious and unconscious in 
the realization of values is revealed. The analysis of the psychological component of the succession pool selection and the 
recommendations on optimization of personnel selection and corporate training are given.
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1. Introduction
One of the priorities of almost every developing modern organization is the effective and efficient HR 
management (Birdi et al., 2008; Cannon & McGee, 2011; Daft, 2010). The higher education sphere is not exclusion.
Moreover, this very sphere can be characterized by the key role of a person and his capacities. That is why the 
leading universities in the entire world give more and more importance to the HR management issues (Carey et al, 
2000; De Corte, 2014; Grudzinskiy & Petrova, 2010; Grudzinskiy et al., 2013; Zaini, 2013). Human resource 
management becomes of particular importance for universities facing new challenges, and one of the most important 
- increasing the competitiveness among the world's leading research and education centers.
In these conditions creating a succession pool becomes an important issue, even though this problem is not new, 
especially for business organizations. Its solution is actively discussed in science and practice sphere. For example, 
Cappelli and Keller (2014) directly represent the task of identifying those employees who will carry out the strategic 
work in the future as a key one and considers the task of their assessment as crucial, noting the problem of the lack 
of criteria and instruments, highlighting the particular difficulty of assessing employees for promising senior officers 
positions that require leadership. Valid assessment is the basis for building up a succession pool since it allows to 
optimize all areas of personnel management: from attracting new personnel to improving the process of corporate 
training. The problem of assessment becomes especially acute also because recent studies have shown that the 
internal social capital has a stronger level of influence in organizational terms, requiring significant innovations 
(Cuevas-Rodríguez et al., 2014). These conditions certainly concern the problems of improving the competitiveness. 
Therefore, the balance of talent management is shifting from search of personnel with the necessary competencies in 
the external environment that would lead to the development of the required competences of the existing employees 
(Cannon & McGee, 2011; Montani et al., 2014).
Solving the problem of building up the succession pool for management positions in the university, it would be 
logical to analyze the experience of business organizations or to the experience of foreign universities who have 
achievements in this regard. However direct borrowing is not acceptable for several reasons.
First of all, as rightly noted Guimond et al. (2010) the identity of a person should be examined in contexts that 
include social, organizational contexts, and the context of the tasks shaping the challenges to personal qualities and 
competences of the subject of activity. These contexts differ substantially in business and education spheres. The 
specifics of the tasks normally directly and immediately are taken into account in the development of personnel 
evaluation technologies, defining the priority work steps. Thus, in one of the most detailed work in the field of 
personnel assessment and development offering 54 tools, the first 12 relate to intelligence tasks and importance of 
capacities development to solve them (Cannon & McGee, 2011).
Secondly, we can agree with how these differences determine Carey et al. (2000), highlighting as fundamental 
features the strict control of management and internal competition in business organizations against mutual trust and 
fiduciary practices by management in education. This feature allows selecting as the key ones the personal 
characteristics of the subject of management activities in the sphere of higher education. Moreover, the personal 
characteristics of the university manager at any level can be considered as his personal competences because a 
professor, who is at the same time also manager, i.e. a man of high social status, wittingly or unwittingly uses his 
personal qualities as an instrument to ensure the establishment of behavioral patterns of the students through the 
mechanisms of social learning. In the interaction with the external stakeholders personal competences of 
management motivate or demotivate individuals and (or) representatives of relevant organizations to establish, 
continue, develop relations with the higher education institution or its units.
Thirdly, the professional activity of the higher education system is multiple-role to a much greater extent than in 
the business. Usually, the management and scientific and pedagogical staff perform a great range of social and 
professional roles: from career-guidance and a tutor of behavioral patterns to the scientific community the particular 
institution representative externally. The importance of understanding and consideration of the multiple nature of 
professional activity is emphasized by many experts of personnel development in the field of education in general 
and higher education, in particular (Barden, 2010; Birdi et al., 2008). It is clear that various competences have 
different significance for employees with different job status forming its specific competence profile; however, it is 
possible to identify some universal set of competences inclusive of development objectives and multiple nature of 
management activity in higher education (Grudzinskiy et al., 2014).
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Finally, it must be emphasized that the personnel assessment systems adopted in the Universities of developed 
Western countries do not fully meet the peculiarities of the Russian higher education system. This is due to the fact 
that the Russian economy over the past twenty years is in a transitive state. At the highest levels of government it is 
constantly emphasized the need to move the economy towards the innovative path of development and the 
achievement of the related fundamental recovery in labor performance.
The complexities of this transition are determined not only by investment and legislative problems hindering the 
development of both the business in general, and its innovative qualities. They have a pronounced psychological 
explanation that can be determined as contradictions between traditional values of Russians focused on stability and 
security and the development values that traditionally are characteristic of the representatives of the western culture 
who many decades have been living in a self-regulating market economy, naturally receptive to innovation as 
condition of competitiveness. Improving training in modern Russian university should have its own specific vector -
ensuring competence readiness of graduates to work in a company with market and innovation paradigm of 
management, but also to be able to set up their own business (Grudzinskiy & Bedny, 2014). The solution to this 
problem is possible only through the establishment of an appropriate academic environment, and only the managers 
in education sphere who share the values of innovation, since the values are predictors of behavior, are able to create 
it (Schwartz et al., 2012). Recent studies reveal the role of psychological climate, organizational culture, especially 
corporate training with the target innovation orientation as an essential factor of innovation behavior (Montani et al., 
2014; Chiva et al., 2014; Zakharova, 2006; Frese & Gielnik, 2014).
The implementation of competitiveness improvement programs involves significant changes in all components of 
university life - from governance to education technologies, so another characteristic of succession pool for 
management positions should be the ability to transformational leadership, which is based on values along with the 
development of moral traits, target orientation, the ability to be a coach for a team (Bass & Riggio, 2006; Carter et 
al., 2013). Therefore the value component of psychological aspect and professional competence of a member of the 
group of succession pool for management positions the university implementing a program for improving 
competitiveness is crucial for two reasons. Firstly, as a condition for the implementation of administrative and 
teaching activity and, secondly, to establish the necessary organizational culture as a condition of formation of 
readiness of university staff and students to work in innovative and entrepreneurial format.
In Lobachevsky State University of Nizhni Novgorod (National Research University) that chose as a basis for the 
development entrepreneurial and innovative model (Grudzinsky & Bedny, 2014) it was developed and is being 
tested technology of formation and training of succession pool for management positions (SPM). The selection 
technique is based on competency screening approach that aims to identify the qualities and abilities of people who 
are causally connected with the successful and superior performance of a specific job function, and the typology of 
competences set out in the works of L.M. Spencer and S.M. Spencer (1993), G. Cheetham and G. Chivers (1999),
D.F. Delamar and J. Winterton (2005). The analysis of corporate documentation relating to the implementation of 
competitiveness improvement programs has been carried out and the following personal competencies that make up 
the basis of the subjective decision of competitiveness increasing problems has been identified: innovative values 
(1); the constant updating of knowledge, technological competence and personal growth needs (2); leadership (3); 
social and pro-active attitude, initiative (4); harmonically developed personality (person with diverse interests in the 
sphere of science and culture) (5); attitude focused on social stability, creation of an atmosphere of mutual 
understanding, tolerance and mutual spiritual and cultural enrichment in a multinational and multi-confessional 
society (6); severe cognitive motivation (7); the quality of the entrepreneur (8); mobility (9); creative thinking, non-
standard solutions (10), a high level of self-regulation (11) (Grudzinskiy et al., 2014).
It should be noted that the specific personal competences, which were the subject of the research are related to 
the  competitiveness improvement objectives of the University in the form of innovation and entrepreneurial model. 
It can be reasonably assumed that another model would require other personal competences, the identification of 
which would be a separate task that can be accomplished, in particular, with the help of technology analysis of 
corporate documentation and reconstruction of requirements for the employees’ competences (Grudzinskiy et al., 
2014).
A significant part of these competencies does not require special psychological research, for example, the 
competence of 2, 4, 5, 7, 9, 11, as they are clearly manifested in the behavior of employees of the University and can 
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be evaluated by experts, such as supervisor, colleagues and so on. Another part of the competences such as 
innovative values, entrepreneur characteristics, leadership traits, creative thinking are not so obvious. Sometimes the 
nature of performed activities or organizational context does not allow them to appear in full, so it becomes a 
pressing task to identify these competences through the procedures of psychological diagnosis. 
2. Objectives, methodology and research design
The conducted research had the following objectives:
x Discover the peculiarities of the University staff personal competences. This staff is the personnel who 
demonstrated its readiness to make part of succession pool for management positions in the condition of raising
the competitiveness.  
x Determine the possibilities for enriching the recruitment and selection procedures to the succession pool through 
the psychological methodology. 
The study involved members of the succession pool for management positions (SPM) with the total number of 51 
people (40% women and 60% men), aged from 30 to 45 years, with h-index of at least 2 and level of English 
knowledge not lower than Intermediate who expressed their wish to enter the group of succession pool for 
administrative positions. All respondents gave informed consent to participate in a psychological study. The data on 
the control group (CG) (55 people that correspond as for age, sex and professional characteristics to the succession 
pool group) has been collected on the similar sample, who are the personnel of the University that went through the 
qualification upgrade programs. 
The research has been realized in 2 stages. 
At the first stage an evaluation of personal competences of the participants with the help of organizational and 
psychological diagnostic methods has been carried out. The objective of the evaluation has been achieved by the 
participants, the data according to the procedures of specific methods has been collected accurately. 
The following methods have been in use: Organizational Culture Assessment Instrument method by K. Cameron 
and R. Quinn (OCAI) (1999) aimed at diagnosing organizational culture in terms of identifying the preferred values 
of organizational development and leadership, the method of case-study allowing to determine such characteristics 
of decision making as responsibility and transparency (Zakharova & Kolosova, 2002), the inkblot test by G. 
Rorschach (card number 8) (Beliy, 1992) aimed at identifying the creativity level, situational test "Group discussion 
without a leader" (Anastasi & Urbina, 1997) (three subgroups in each of the two groups) completing the 
participants’ value orientation with the behavioral characteristics of respondents.
The OCAI method has been chosen due to the fact that it allows not only to highlight employees values in 
relation to organizational development, but also to see the staff preferred type of organizational culture (OC) with a 
relative importance of relations values (clan component of OC), innovative values (innovative component of OC), 
values of success achievement in a competitive environment (a business one in education system and a market one 
in the real sector of economy), values of order (hierarchical component of OC). The method of case-study 
accompanies the OCAI method due to data acquisition in a situation much less perceived by respondents in the 
proposed situation of latent values competition: the law and the debt, on the one hand, and the helping to a close 
relative (daughter), on the other. The situation has hidden competing values and the possibility to self-identification 
as a company official or member of the family and allows to highlight the tendency of a person to one of the four 
behavioral styles depending on the combination of characteristics of openness and accountability.
The combination of low transparency and poor accountability is defined as a style, to be called "Dodger" and 
ranked as one point; the combination of high transparency and low liability matches the style of "Irresponsible" and 
valued at two points; high responsibility combined with low openness matches the style of "Administrator" and is 
estimated at three points; the combination of high responsibility and high openness matches the style of "Effective 
manager" and evaluated at four points.
In the second phase the group of experts (level of vice-rector and deans) assessed the competence of project 
participants after six months of their new professional roles in relation to the compliance of the activity to the 
competitiveness improvement program objectives. The assessment is based on especially developed author's range 
implying experts achieving an agreed outcome and allowing evaluating the competences of participants in the range 
from 0 to 10 points.
590   Alexander Grudzinskiy et al. /  Procedia - Social and Behavioral Sciences  214 ( 2015 )  586 – 595 
The data have been processed using SPSS, (estimation of significant differences according to Mann-Whitney test 
and of Spearman's correlation coefficient rank calculation). The results are shown in Tables 1 to 3. 
3. Discussion of the research outcomes
This section provides the following sequence of results analysis. Firstly, an analysis of value orientation of 
respondents in SPM and CG groups is made in respect of organizational development and leadership that helps to 
determine the specificity of organizational cultures preferred by SPM and CG.
Secondly, a comparative analysis of decision-making styles characteristics in groups SPM and CG is given, the 
level of consistency with the results obtained using OCAI is analyzed.
Thirdly, the comparative analysis of team members’ creativity (SPM and CG) is made.
Then the characteristics of situational leadership in SPM and CG groups are analyzed and their correlation with 
the results of the values study.
And finally, expert assessments links with SPM psychological competences are analyzed.
Analysis of respondents’ values shows that the members of SPM group have expressed peculiarities with regard 
to the development of the university. CG is characterized by clan – innovative orientation while SPM - by 
innovative and business ones. As for clan and business orientation differences between the groups they are 
statistically significant while the difference in innovative component don't reach statistical significance, but the trend 
for priority of innovation is still observed. Both groups are united in their readiness to reduce the hierarchical 
component. The strong presence of clan values of OC in the CG evidence a natural human wish to live and work in 
good, warm relations, but with a low level of compliance with mandatory business and even innovative solutions 
can be realized as pseudo-innovative (Zakharova et al., 2009).
The same trends are observed in the value orientations in relation to the leadership style, but the members of CG 
wishing to reduce the hierarchy in the University still tend to expect its manifestations in management behavior 
(32.6% vs. 18.25%). This is a very important fact because it means that members of the SPM are much more 
focused on independence than the CG members.
Table 1.Value characteristics of succession pool for management positions and statistical significance of differences between groups 
Groups Organizational development values (%) Leadership realization values (%) Decision making
C I M H C I M H Style PI(%)
SPM 19.85 31.18 34.26 14.72 19.50 30.00 32.25 18,25 3.15 35
CG 34.15 26.42 22.0 17.43 29.7 23.4 14.3 32.6 2.1 22
U CG-1 * Ɍ * - * - * * *
In table 1: SPM – succession pool for management positions; CG – control group, type of values– C – clan, I - innovative, M – market, H –
hierarchy, PI – professional identifications. In table 1 ɢ 2 U - significanceɫe of differences according to the Mann-Whitney test; * - SɌ –
tendency.
These results show that members of SPM group will face real difficulties of transformation of the university OC 
because the OC preferences of CG are typical, traditional not only for the University but also for a significant 
number of Russian companies and organizations (Zakharova & Korobeynikova, 2012).
Decision-making characteristics amplify the data on values. Decision making styles in the SPM group are more 
promising than in the CG. The CG is characterized by the solutions with low level of responsibility. The estimations 
show that more than 70% of the CG members make decisions that correspond to "Irresponsible" style while 
solutions with high levels of responsibility are rare. However, in the group of SPM there is something the matter. 
The data show that only 20% of respondents are ready to take decisions in the style of "Effective manager" and most 
of the 54% - prefer the style of the "Administrator".
This means that a significant part of the program participants tend to solve business issues as a family member or 
individual that does not correspond to the selected vector of the University but to the out of date forms of decision-
making. They are based on the priority of relations values what is typical for modern Russian socio-psychological 
situation. That is why there is a frequent failure to follow the norms of law and morality. Some participants while 
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commenting their decisions openly recognize their wrong choice but still go wrong. Most of them don't notice value 
and behavioral contradictions.
The correlation analysis data allow more meaningfully present the values and decision-making competences 
features. So statistically significant relations exist between the priorities of business values and self-identification 
ZLWKWKHIXQFWLRQDU\U S7DEOHi.e., the more responsible and open is a person in decision-making 
process, more he denies the hierarchical values (r = -  S7DEOe 3). In respect value attitudes towards
leadership the same trend is observed: business value orientation is related to the identification and anticipation of 
the officer’s UHVSRQVLEOHDQGRSHQVROXWLRQVIURPSDUWQHUVU DQGU S7DEOe 3). And even more 
interesting relation has been discovered: the more emotionally unstable people are less promising decision-making 
style they are inclined to (r = - .651 and r = -  S  7DEOH  $QG FRQYHUVHO\ FUHDWLYLW\ LV SRVLWLYHO\
associated with expectations of promising decision-PDNLQJVW\OHVIURPSDUWQHUVU S7DEOH
In the SPM group a greater number of participants are identified with functionaries than in the CG, although, of 
course, the share of such people is fairly small: 22% in the CG and 35% in the SPM. Consequently, most of 
respondents - four out of five in the CG and two-thirds of the SPM members tend to make decisions based on self-
identification with the individual.
Thus, there is a contradiction between the value orientation that is evidenced in the OCAI data at the level of 
conscious assessment of organizational situation, the need to change it and the results that reflect the real decision-
making styles features, which appear true unconscious, habitual, ways of working. These features most likely 
correspond to the clan component priority of OC that is preferred by CG. This means that the process of 
organizational changes implemented by members of SPM group, in reality, will be accompanied by considerable 
difficulties.
The study of creativity has shown that members of SPM group have a number of indicators that are higher than 
that of members of the CG. This refers to the images that contain movement of people combined with a good shape 
and the gestalt priority. However, statistically significant differences were obtained in relation to the total number of 
images and images containing color perception. These results show that members of SPM group will face real 
difficulties of transformation of the university OC because the OC preferences of CG are typical, traditional not only 
for the University but also for a significant number of Russian companies and organizations (Zakharova &
Korobeynikova, 2012).
Table 2. Personal competences in the succession pool groups for management positions reserve and the statistical significance of differences 
between groups
Groups EA 10 AD Creativity (amounts are given in % out of total number of responses)
N W F+ Ɇ ɋ H
SPM 6.68 54 6.90 80.35 52.00 36.57 80.15 21.25
CG 103 30.12 65.60 38.40 24.15 58.67 9.56
U * ** - Ɍ * ** *
In tables 2 and 3: SPM – succession pool for management positions; EA – expert assessment of effectiveness; 10 AD – amount of deviation from 
a group decision on the first 10 ranks; N – the total number of solutions, W – number of responses that are determined by integral figure, F+ –
number of responses with «good» form, Ɇ – number of responses that are determined by motion perception, ɋ – number of responses that are 
determined by color perception, H – number of responses containing the image of a man.
This means that members of SPM group showed significantly less psychological resistance than the CG 
members. The testing of CG members was organically included in the corporate training program, that is why they 
have not experienced such a strong action of stress factor in the form of assessment procedure, and apparently this 
fact explains the differences between the groups. The same fact suggests that the level of self-control under stress 
factors of psychological nature of the SPM members is not high, which is confirmed by the calculation of indicators 
on individual basis. Only 24% of the SPM group the movements rate (M) exceeds the color (C) one, and this ratio 
together with the predominance of images of people on the number of animal and objects images is the main 
indicator of the high level of creative thinking correlated with the creative level of intellectual initiative 
(Bogoyavlenskaya, 2012; Zakharova, 2001). The same proportion (27%) characterizes the CG that allows to 
evaluate the creativity of SPM group as higher than that of CG as they worked in a much more stressful conditions.
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Referring to the data on situational leadership it can be seen that the whole subgroup of SPM showed greater 
cohesion, which gives evidence on participants’ skills acting as leaders and the capacities of others to work in a 
group.
Analyzing the manifestation of situational leadership at individual level it should be noted that the leadership 
function in four of the six sub-groups (three groups - from SPM and one - from CG) was performed by the 
participants with expressed promising innovative-business orientation. However, in the subgroup of CG it was a 
member characterized by a tendency of own stereotype decision making and expectance of the same approach from 
the others. The break with the group decision was 8 points.
In two of the three SPM subgroups the leaders were participants expecting from others stereotypical solutions, 
but implementing personally positive style. The interval of separation from the group amounted to 1 and 3 points in 
the subgroups of SPM, i.e. these participants managed to pull together the team to a much greater extent than the 
holder of stereotyped solutions. This conclusion is supported by the identification of a statistically significant link 
between situational leadership and decision-making style potential U S7DEOH2IFRXUVHXQWLOQRZ
there have been received little data for broad generalizations, but they allow us to propose hypotheses for further 
research.
Referring to the expert assessments data it can be observed that only one correlation coefficient between 
estimates of the effectiveness and value orientations of respondents (between expert evaluation and innovative 
YDOXHVU S7DEOHLVVWDWLVWLFDOO\VLJQLILFDQW$ERXWWKHVDPHUHODWLRQVKLSZDVGLVFRYHUHGEHWZHHQ
expert evaluation and the number of images and images with a clear form according to the Rorschach test (r =.549 
and r =.471, S:HFDQDVVXPHWKDWH[SHUWVDUHPRUHSRVLWLYHO\RULHQWHGWRZDUGVPHQWDODOHUWQHVVDQGFODULW\
of ideas presentation than any other manifestation of personal competences. Apparently, this is due to the fact that 
the behavioral manifestations in the form of situational leadership and decision-making styles do not differ a lot 
between the employees of SPM and CG.
Thus, the case-study method simulating the reality makes it more critical to analyze the data obtained by the 
OCAI method (presented in the form of a questionnaire), and pay attention to the difficulty of experts assessment of 
personal competencies.
If we look at expert evaluation data at individual level we can see that the experts got easily oriented in 
evaluating the extremes of personal competences, and in the assessment of negative manifestations - more clearly.
Table 3. Correlation between indicators of personal competences in the succession pool for management positions group
Indicators
Development values Leadership values Decision making styles Creativity
Sit. 
leadershipC I M H C I M H Others Me PI N W F+ M C H A O
D
ev
el
op
m
e
nt
 v
al
ue
s I -.430
M -.552* -.154
H .102 -.574** -.124
L
ea
de
rs
hi
p
va
lu
es
C .462* -.390 -.268 .281
I -.225 .802** -.165 -.488* -.587**
M -.115 -.183 .622** -.294 -.191 -.259
H -.211 -.089 -.082 .613** -.229 -.086 -.493*
D
ec
is
io
n
m
ak
in
g
st
yl
es
Others -.068 -.076 .088 -.240 .047 -.157 .482* -.288
Me -.139 .038 .121 -.536* .007 -.008 .160 -.348 .924**
PI -.044 -.369 .506* .063 .057 -.351 .518* -.019 .645** .552*
C
re
at
iv
ity
N .499* -.324 -.007 -.137 .538* -.211 .252 -.445* .268 .221 .276
W -.315 .007 .464* -.125 -.370 -.049 .292 .118 -.207 -.146 -.093 -,653**
F+ .282 .022 .072 -.232 -.005 .033 .095 .031 .118 .015 -.089 .158 .023
M -.042 -.039 .012 -.149 .264 -.098 .191 -.498* .459* .435 .252 .259 -.097 -.234
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C -.089 -.101 -.118 .450* -.021 -.027 -.459* .448* -.651** -.568** -.438 -.309 .099 -.282 -.385
H -.213 .187 .164 -.309 -.306 .168 .413 -.209 .484 .202 ,276 ,225 -.223 .203 .018 -.530*
A -.003 .219 -.297 -.092 -.127 .120 -.095 .124 .463* .502* .035 -.041 -.125 .385 .016 -.200 .006
O .042 -.200 .217 .166 .311 -.106 -.125 -.075 -.559* -.420 -.233 -.033 .051 -.385 -.195 .441 -.481* -.646**
Sit. leadership .079 .080 -.098 .071 .218 .015 .027 -.270 .297 .522* -.021 .261 -.361 -.032 .102 -.157 -.105 .187 -.118
Expert assessment 292 -481* -010 -088 -112 144 -112 045 052 044 150 549* -012 471* -074 072 -027 080 -166 -003
In table 3: values – C – clan, I – innovative, M – market, H – hierarchic; statistical significance: **  – S– S
7KXVWKHKLJKHVWVFRUHKDYHEHHQUHFHLYHGE\UHVSRQGHQWVʋʋʋ DQGʋ 37. They are focused 
RQOHDGHUVKLSVW\OHWKDWOHDGVWRWKHDFKLHYHPHQWRIKLJKSURGXFWLYLW\DQGFRPSHWLWLYHQHVV:KLOHWKHUHVSRQGHQWVʋ
DQGʋGHPRQVWUDWHGDYHU\KLJKOHYHORIFUHDWLYLW\WKHʋDQGʋ 37 – a low one.
The lowest VFRUH  KDYH EHHQ UHFHLYHG E\ UHVSRQGHQWV ʋ  ʋ  DQG ʋ  ZKLFK GHPRQVWUDWHG WKH
amorphous leadership style orientation, a tendency to low-level of responsibility conduct, the low level of creativity.
These results suggest that the psychological component of selection to the group of SPM is very useful because 
on the one hand it allows getting meaningful information about the personal competences of applicants, and on the 
other hand, this information can be the basis for improving the process of preparation of SPM. All identified 
constraints of the SPM group - decision - making features, situational leadership, self-regulation may be overcome 
through corporate training.
4. Conclusions
x Personal competences are the basis of high education management staff professional competency as this category 
of personnel represents the behavioral model for many social groups and the source of enriching their behavior.
Russian education and society as a whole in a transitive state is experiencing personnel need for people who are 
able due to the realization of their personal and professional competence to ensure the formation of these 
behavioral patterns in a wide range of personnel, which are adequate to the challenges of social and economic 
innovation. 
x The leaders of this development are the Universities that are on the path of competitiveness increasing among the 
world's educational centers. The solution to this problem is based on the creation of innovative - business models 
of Universities development. This, in turn, ensures the formation of adequate governance models and as a 
consequence of organizational culture, which is a condition for the formation of innovation and entrepreneurial 
competence of graduates, which are the most promising social capital of the country. The key success factor is 
the identification and preparation of succession pool for management positions of the University that is able to 
push forward the competitiveness implementation programs.
x The number of personal competences of succession pool for management positions of the University that adopted 
a program of increasing competitiveness through the implementation of entrepreneurial and innovative 
development model, includes the values of innovations and productivity, leadership, responsibility, transparency 
of decisions, creative thinking. Key competences are the values as a basis of formation of an organizational 
culture of the University, which is the organizational and psychological context of training of the personnel who 
is able to solve the problem of social and economic development of the country. 
x Psychological component in the selection of candidates to the group of succession pool for management positions 
can significantly streamline the process. So in the current study it has been revealed that the succession pool has 
distinctive features of personal competences related to the values of organizational development and value basis 
of leadership. The members of the succession pool for management positions group manifested significantly 
greater focus on long-term innovative values and success in a competitive environment, democracy in 
management, higher level of situational leadership and creativity. However, the use of psychological techniques 
led to more meaningful information about the personal competences than the OCAI questionnaire. The indicators 
of value orientation according to OCAI reflected a more positive picture than the data obtained using the case-
study method that evidence that conscious values focus on innovation and productivity is in contradiction to the 
sustainable behavioral attitudes of making the decisions based on clan and hierarchical values. The researches 
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using the Rorschach test showed generally low level of stress stability of the succession pool, which is also 
unfavorable quality in solving management problems.
x Analysis at an individual level of limiting cases of positive and negative experts assessments of the activity and 
statistically significant relations of expert assessments with innovative values and quantitative indicator of the 
images production and a good forms indicator show that the leaders - experts are more oriented to the activity and 
mental alertness of the employees than a holistic complex of substantial characteristics of his personal potential. 
In addition, they fix, for the most part, the negative cases of activity-related implementation and are not sensitive 
in their assessments for the diversity manifestations of good and bad personality traits of the employees.
x Psychological component in the succession pool selection process enlarge the possibilities of personal 
competencies correct evaluation. One of the most important parts of psychological research is building up the set 
of recommendations on the improvement of succession pool corporate training. As a result of the research the 
program of training includes the modules on value refocusing, decision making technologies and self-regulation. 
At the same time it is necessary to mention that the use of psychological methods needs deeper study as for 
specification and empiric testing of the competency model that would be appropriate to the particular program of 
competitiveness and increasing the part of behavioral methods in the assessment.
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